Introduction
Recent global competition, rapid technological changes and increasing customer expectations have affected the way businesses carry out their operations. These new methods have some positive effects on the employees as well as some negative effects (Alarco et al., 2012) . As a result of increasing economic competition some of the crisis-hit businesses have gone to shrink to survive. Business managers thought that shrinking is a good solution to increase their efficiency and reduce labor costs; in order to deal with the situation during the crisis, they first used the method of firing workers (Bosman, 2005) .The dismissal of employees causes the phenomenon job insecurity, which is expressed as to perceive threats to experience job loss and not have the power to overcome these threats while there is the desire or expectation to stay long in the employee's current job (Elst et al., 2014) .
Job insecurity is a negative situation that triggers unwanted outputs in employees. The researches reveal that job insecurity has led to a decrease in job satisfaction (Reisel et al., 2007) , and organizational commitment (Peene, 2009) , an increase in stress levels (Gaunt & Benjamin, 2007: 349) causes a decrease in the performance (Wang et al., 2014) . It is stated that the most important source that organizations have today is qualified employees as they are the most important resource that will enable organizations to adapt to the Commitment and Emotional Exhaustion ever-renewing business environment and solve the problems they face. Despite this, organizations might take out some of the employees they think are less qualified in times of crisis. However, this does not prevent the others' fear of losing their job. Employees who continue to work in such situations may be less likely to exhibit mildly beneficial behaviors. From this point of view, our study examines whether job insecurity affects the emotional exhaustion of employees and whether their affective commitment towards their companyhas a mediating role in this effect.
Job Insecurity
People, more or less, fear losing their jobs no matter which sector they belong to or what work they perform. In recent years, both changes and crises in working life and the increase in the firing of employees due to applications such as downsizing and flexible working hours has caused job insecurity to become a major issue for employees. In the 1950s, employees' job insecurity was a topic discussed indirectly in issues related to their being motivated. Herzberg (1959) and Maslow (1954) who did important research on motivation, suggested that the job security motivated employees and it was an essential prerequisite for the welfare of the workforce (Richter, 2011) . Since the 1980s, job security has become the center of debates about change in work quality. Greenhalgh and Rosenblatt (1984) described job insecurity as the weakness that the individual perceives while continuing to the work under threat. This concept has begun to be considered as a source of stress due to results of Greenhalgh and Rosenblatt's research related to job insecurity (Martínez et al., 2010) . Job insecurity can be described as the difference between the job security an individual expects and the job security he has and the existence of the uncertainty about whether or not the individual can continue to work (Dereli, 2012) . Job insecurity includes not only the threat of perceived job loss, but also the loss of valuable job characteristics such as wages, status, promotion and access to resources. Job insecurity lies between employment and unemployment, because job insecurity refers to the people employed under the threat of unemployment. Job insecurity has a number of components. These components are as follows (Dachapalli & Parumasur, 2012) :
 Severity of threat related to business continuity or business characteristics,  The importance of the characteristics of the work for the individual,  The threat that the employee perceives about the variables that he expects to have a negative impact on his work,  The total importance of the above changes for the individual,  The situation that the individual does not have the necessary strength and / or competence to control the above factors.
These components may differ for those in an organization. For example, the strength and competencies an employee has to keep these factors under control can be different from those with the same status and workload. Likewise, while the characteristics of one's job are extremely important to one individual, they might have very little prescription for another one (Dede, 2017) .
The researches on job insecurity have found that workers who are at risk of losing their work experience higher levels of negative emotions such as stress, anxiety and depression compared to employees who are not at risk of losing their jobs (Nella et al., 2015; Burgard et al., 2008; Smit et al., 2016) . In addition, it has been found that those who feel job insecurity are less loyal to their company than those who do not feel insecurity (Furaker & Berglund, 2013 , Ünsal-Akbıyık et al., 2012 Piccoli et al., 2011; Peene, 2009 ) and have higher level of exhaustion (Bosman et al., 2005; Tilakdharee et al., 2010 , Çetin & Turan, 2013 .
Affective Commitment
G. Kerse -D. Kocak -S. Ozdemir Drucker (1998) states that the most critical and important source in a constantly developing business environment is qualified human resources. Due to the difficulty of finding and recruiting qualified workers that are the most important source for organizations enabling effective competition by using new information, their commitment to their organizations remains an important research topic (Lam & Liu, 2014) . The concept of loyalty is often used to refer to any valuable items related to the costs of items such as time, labor, money lost when employees leave the organization (Meyer & Allen, 1984) . From this perspective; employees who work in situations where an organization guarantees more socio-economic benefits might be said to show behaviors that protect the organization, make efforts to increase the reputation of the organization, and serve the interests of the organization rather than its own interests (Graham, 1991) .
It is suggested in the literature that employees who are effectively connected to their organizations are willing to participate voluntarily in the activities of the organization, remain in the organization and realize the aims of the organizations and feel a sense of belonging (Rhoades, Eisenberger & Armeli, 2001) . In other words, while employees with high organizational commitment exhibit behaviors towards staying as a member of an organization, employees with low organizational commitment exhibit withdrawal behaviors by entering into retreat behavior (Colquitt, Lepine & Wesson 2015) . For this reason, commitment is important for the continuity of organizational life.
Commitment is a social act and refers to the attachment of one person to certain values related to organizational goals (Miroshnik, 2013) . Meyer and Allen (1991) defined organizational commitment as a psychological relationship between workers and their organization in general terms. Although there are many different definitions in the literature, Mowday, Steers and Porter (1979) stated that the concept of commitment can be characterized by at least three elements. These elements are:
 Acceptance of and a strong belief in the goals and values of the organization,  Willingness to make efforts on behalf of the organization and  Strong desire to become a knit member Organizational commitment was initially examined as a one-dimensional concept. However, different dimensions developed by different researchers in later periods have enriched the concept in terms of content and meaning (Uslu, 2014) . Although there are different classifications related to the dimensions of organizational commitment, according to Meyer and Allen (1991) organizational commitment consists of normative commitment, emotional commitment and continuity commitment components (Taşkaya & Şahin, 2011) . Meyer and Allen (1997) , who observed that affective commitment was related to productive behaviors and it made a meaningful contribution to the organization, indicated that the most useful component of organizational commitment is affective commitment (Frow, 2007) . Meyer and Allen (1991) defined emotional commitment as employees' identification with the organization, voluntary participation in organizational activities, and emotional engagement with the organization. In another definition, affective commitment is defined as "employees' held in organizational objects more tightly, identification and integration with the organization, acceptance of organizational goals and values, and extraordinary efforts to benefit the organization" (Gürbüz, 2006: 59-60) . Research on the subject suggests that as affective commitment to the organization develops, employees may remain committed to their managers and working groups or teams (Vandenberghe, Bentein & Stinglhamber, 2004) .
Emotional Exhaustion
The concept of burnout was first described by Freudenberger (1974) and Maslach (1976) . Freudenberger explains the burnout as one's reduced energy, weariness and exhaustion as a result of the intense work and that it is more likely to occur in people who work in intensive interaction with other people (Freudenberger, 1974) . Maslach classifies burnout as emotional exhaustion of one's while working and depersonalization to other people, and decrease in personal success as a result. Maslach noted that the most important of these three dimensions (emotional exhaustion, depersonalization and reduced personal Does The Perception of Job Insecurity Bring Emotional Exhaustion? The Relationship between Job Insecurity, Affective Commitment and Emotional Exhaustion accomplishment) is the emotional exhaustion because people often emphasize emotional exhaustion when they talk about themselves or others' burnout. Emotional exhaustion is the key point of the concept of burnout and is the dimension that best describes the concept (Maslach & Jackson, 1981; Maslach et al., 2001) . Emotional exhaustion is the first stage of the exhaustion according to the classification made by Maslach. In other words, the emotional exhaustion of the person comes out before the other two dimensions of burnout that are the depersonalization of the person to other individuals (colleagues, customers) and the decline in personal success. For this reason, emotional exhaustion is more important than other burnout dimensions (Maslach & Jackson, 1981; Maslach et al., 2001; Şıklar & Tunalı, 2012; Yürür & Ünlü, 2011) . Emotional exhaustion refers to the stress dimension of the exhaustion and is defined as the decrease in the emotional and physical resources of the individual (Maslach et al., 2001) .
Research Hypothesis
The perception of job insecurity is a negative situation that brings together many individual and organizational consequences. In this research, only affective commitment and emotional exhaustion among the aforementioned results were discussed. Perception of the possibility of losing an employee's job will reduce the level of affective commitment to the organization. As a matter of fact, the research findings in the literature support this expectation. For example, Ünsal-Akbıyık et al. (2012) found that job insecurity in the tourism sector has a negative and significant effect on affective commitment. Peene (2009) found that increased perceptions of job insecurity of the staff who worked at a private cargo company had a negative and meaningful effect on the affective commitment to the agency. Piccoli et al. (2011) found in their research that job insecurity had a negative and significant influence on the affective commitment of blue-collar employees to the organization in a company that functions in service sector.
The following hypothesis has been developed according to the results of the literature dealing with the relationship between job insecurity and affective commitment.
H1: The perception of job insecurity affects the employee's affective commitment level negatively and significantly.
Another consequence of perceiving that the employee can be fired from temporary or permanent work is the increase in the level of emotional exhaustion. As a matter of fact, research findings in the literature also support this situation. For example, Tilakdharee et al. (2010) found a positive and significant effect of job insecurity on emotional exhaustion in their research on a firm operating in the education sector. Bosman et al. (2005) found that job insecurity was positively and significantly related to burnout in the research they conducted with employees of a company's human resources department operating in the finance sector. Ismail (2015) found that the increase in perceptions of job insecurity among employees had a positive and significant effect on burnout perceptions. As a result of questionnaire studies with teachers in education sector, Çetin and Turan (2013) found that job insecurity positively and significantly affected emotional exhaustion.
According to the research results above, which deal with the relationship between job insecurity and emotional exhaustion, the following hypothesis has been established.
H2:The perception of job insecurity affects employee's emotional exhaustion level positively and significantly.
It is expected that the level of emotional exhaustion will decrease as employees are more integrated with the organization and are pleased to be members of the it. Researches in the literature have also provided findings in parallel with this expectation. For example, Yener et al. (2014) found in the research they conducted with employees in a logistics sector that organizational commitment affected burnout negatively and significantly. Tosun and Ulusoy (2017) and Akpınar et al. (2013) found as a result of a survey conducted by employees in the health sector that affective commitment negatively and significantly affects emotional exhaustion. On the research on bank employees, Aslam et al. (2012) found that affective commitment had a negative and significant effect on emotional exhaustion.
G. Kerse -D. Kocak -S. Ozdemir In the light of the research results above investigating the relationship between affective commitment and emotional exhaustion, the following hypothesis has been developed.
H3: Affective commitment affects employee's emotional exhaustion level negatively and significantly.
When the above-mentioned research findings are examined, affective commitment decreases (Ünsal-Akbıyık et al., 2012; Peene, 2009; Piccoli et al., 2011) and emotional exhaustion increases (Tilakdharee et al., 2010; Bosman et al., 2005; İsmail, 2015) with the perception of job insecurity. On the other hand, research in the literature shows that affective commitment affects the emotional exhaustion negatively (Yener et al., 2014; Tosun & Ulusoy, 2017; Akpınar et al., 2013) . This leads to the expectation that affective commitment may play a mediating role in the effect of job insecurity on emotional exhaustion. In other words, the affective commitment of the employee who perceives job insecurity will decrease and the employee whose affective commitment decreases will experience more emotional exhaustion.
In the light of these expectations and explanations, the following hypothesis has been developed regarding the intermediary effect.
H4: Affective commitment plays a mediating role in the effect of job insecurity on employees' emotional exhaustion level.
In the light of the hypotheses developed above, the following research model has been developed: 
Aim and Sample
The aim of this research is to determine if the job insecurity has an effect on emotional exhaustion and whether affective commitment has a mediating role on the influence. To this end, a business operating in the pipe manufacturing sector within a province in Turkey and transferred to the Savings Deposits Insurance Fund (SDIF) has been chosen as the universe. All employees in this operation with 160 employees were included in the study and questionnaires were distributed to the employees. Of the distributed surveys, 140 were returned, and 136 surveys were considered appropriate because of data loss in some surveys. SPSS and AMOS programs were used in the analysis of the data. The reason why the research is conducted in this business dealing with pipe manufacturing is to determine the perceived job insecurity of these employees who are managed by the trustee and to determine the effect of this perceive on their affective commitment and emotional exhaustion levels.Demographic findings of 136 employees working in the manufacturing sector and participating in the research are presented in Table-1 below: When the findings in Table 1 are examined, it is seen that most of the participant employees are composed of male (85.3%) and married (70.6%) individuals. In terms of age variable, the ratio of employees below 25 years (8.8%) is the lowest and the proportion of employees between the ages of 26-35 (58.8%) is the highest. In terms of education, it is seen that the employees having a high school or lower education degree have the highest ratio (70.6%). As for the duration of work, it is seen that the number of individuals working for 1-5 years is higher (59.6%). 
Data Collection Instruments
While the questionnaire was being prepared in the research, the measurement tools whose reliability and validity were tested in previous studies were used. In order to measure employees' job insecurity perceptions, a 6-item scale of Zoghbi-Manrique-de-Lara et al. (see Annex 1); to measure affective commitment levels, a 6-item scale developed by Allen and Meyer (1990) and to measure emotional exhaustion levels 9-item scale developed by Maslach and Jackson (1981) were used. The items on each scale are 5-likert type (1 = strongly disagree 5 = strongly agree).
Findings

Factor Analysis of the Instruments
The construct validity of each scale used in the research was determined by confirmatory factor analysis (CFA). In confirmatory factor analysis, job insecurity scale items were coded as "JI"; emotional attachment scale items as "AC" and emotional exhaustion scale items as "EE". The reference point in the analysis was to have a higher value than 0.40 for the standardized regression coefficients. On the other hand, if the reference values in the scale adaptation indices were not provided, modifications were made between the items in order to improve the index values. In the analyzes, index values taken as reference are as follows (Kerse, Babadağ & Kerse, 2017) : CMIN / DF = 0 <χ2 / sd ≤ 5; CFI = ≥ ,90; IFI = ≥ ,90; TLI = ≥ 90; and RMSEA = <, 05 -, 08 ≤. Both the confirmatory factor analysis and the structural equation modeling adaptation index values provided the necessary criteria in the analyzescarried out. In the research, the reliability of the scale was determined by examining the internal consistency of the scales, and the scales were found to be in a reliable level (cronbach alpha: job insecurity 0,804, affective commitment 0,777; emotional exhaustion 0,896).
In confirmatory factor analysis of 6 items on the job insecurity, one item (JI5: I might be forced to accept an agreement on early retirement) has been excluded from the analysis because its factor load was below 0.40. On the other hand, since some adaptation index values in the analysis did not meet the reference values, modifications were made between the items (between JI1-JI2 and JI3-JI6). Confirmatory factor analysis findings for the job insecurity scale are shown in Figure- Table 2 shows the values of fit goodness obtained after the modification of the job insecurity scale. The values in the table indicate that the necessary criteria are met. Confirmatory factor analysis was performed on 6 items of affective commitment scale in the research. AC2 (I feel the problems of this business as my own problem) and AC6 (This business has a big meaning for me in my life) coded items were excluded from the analysis because of their factor load being below 0.40. Afterwards, the model was restarted. On the other hand, some model fit indexes did not meet the criteria, and therefore, modifications were made between AC1 and AC5.The post-modification values in Table 2 seem to provide the necessary criteria. Confirmatory factor analysis findings of the scale are presented in Figure 3 : Confirmatory factor analysis was performed on 9-item emotional exhaustion scale and factor loadings of the items were found to provide the necessary criteria. On the other hand, modifications were made between the items in order to improve the scale adaptation index values (between EE1-EE2, EE2-EE3, EE3-EE9, EE4-EE7, EE6-EE7 and EE8-EE9). Post-modification values provide criteria (see ,Table 2 ). Confirmatory factor analysis findings of the scale are presented in Figure 4 : 
Findings on Correlation Analysis and Hypothesis
Before analyzing the structural equation modeling for the hypothesis testing in the research, the relationships between the variables were examined. Correlation analysis was made with this aim and the findings are presented in Table- When the findings in Table 3 are examined, it can be said that the manufacturing sector employees relatively perceive job insecurity (mean = 2,756) and emotional exhaustion (mean = 2,651), and partly feel affective commitment to their organizations (mean = 3,609). When the relations between variables are examined; it is seen that there is a positive relation between employees' job insecurity perception and emotional exhaustion (r = ,416; p= ,000); and negative relation between emotional attachment and emotional attachment (r = -,480; p= ,000). When the relationship between emotional exhaustion and affective commitment is examined; it is negative sided and significant (r = -,564; p= ,000).
Structural equation model analysis was used to test the hypotheses developed in the research. Before structural equation model analysis, it was examined whether there is a problem of multiple linearity between variables; it was found that there was no multiple linear connection problem because the variance inflation factor (VIF) were less than 10 and tolerance index (variance ratio unexplained variance) values were more than 0,10. Hence, it has come to the conclusion that structural equation modeling analysis could be done. Maximum likelihood method was used in structural equation modeling analysis. In the research model, job insecurity was the exogenous variable; affective commitment and emotional exhaustion were considered as endogenous variables; the estimation results obtained in the analysis are shown in Figure 5 : Kerse -D. Kocak -S. Ozdemir Estimates of the research model in structural equation modeling are presented in Table-4 When the findings in Table-4 above are examined, it is seen that job insecurity affects affective commitment negatively (-,504) and significantly (,002); and it affects emotional exhaustion positively (,227) and significantly (,015); thus supporting hypothesis H1 and H2. In other words; the increase in employees' perceptions of job insecurity diminishes their affective commitment and increases their emotional exhaustion levels.
Another finding presented in Table 4 is that affective commitment affects emotional exhaustion negatively (-,542) and significantly (,002), thus supporting the H3 coded hypothesis. In other words; the level of emotional exhaustion has decreased with the increase in the affective commitment of employees.
In order to determine whether affective commitment has anmediating role on the effect of job insecurity on the emotional exhaustion, Baron and Kenny's (1986) mediation criteria are taken as reference. According to these criteria, the independent variable should both affect the dependent variable and the mediating variable significantly. On the other hand, when the independent variable and the mediator variable are included together in the analysis, the effect of the independent variable is reduced (or no effect at all) and the mediator variable must have an effect on the dependent variable. In line with these criteria, the affective commitment mediating variable was removed from the model and the effect of job insecurity on emotional exhaustion was investigated. In this case, job insecurity affects emotional exhaustion positively (,486) and significantly (,000). As seen in the findings in Table 4 , the effect of job insecurity on the emotional exhaustionwas reduced (,227) when affective commitment was included in the model as mediating variable Does The Perception of Job Insecurity Bring Emotional Exhaustion? The Relationship between Job Insecurity, Affective Commitment and Emotional Exhaustion and the effect went on significantly (,015). On the other hand, affective commitment significantly affected emotional exhaustion in the mediator model. This suggests that affective commitment plays a partial role on the effect ofjob insecurity on emotional exhaustion, so H4 is supported.
Discussion and Results
In this research on employees of an enterprise servicing in manufacturing sector that has been transferred to the Savings Deposits Insurance Fund (SDIF), the following findings were considered to contribute to the literature:
In the research, firstly, the employees of the sector partially perceived job insecurity and emotional exhaustion, and they were found to have partialaffective commitment. The reason for this may be the fact that employees are negatively evaluating the situation and seeing the future uncertain because the management of the said entity is transferred to the SDIF and the management is on the trustee. Employees may perceive this as ambiguity, although managers who have been appointed as trustees may struggle to maintain the life of the enterprise and continue employing them.
Another finding in the study is that job insecurity affects affective commitment negatively and emotional exhaustion positively. The sense of belonging mood was reduced by perceiving that employees could be removed from their jobs temporarily or permanently. This finding supports the findings of the studies in the literature (Ünsal-Akbıyık et al., 2012; Peene, 2009; Piccoli et al., 2011) . Perceiving that employees can be removed from their jobs temporarily or permanently has also increased their perceptions of coldness, malaise and endurance against work. This finding supports the findings of some other researches by Tilakdharee et al. (2010) , Bosman et al. (2005) and Ismail (2015) .
According to the findings, affective commitment has a negative and significant effect on emotional exhaustion. This result is parallel to the research findings in the literature (Yener et al., 2014; Tosun & Ulusoy, 2017; Akpınar et al., 2013) . Employees are less likely to feel their emotional resources in their work run out when they integrate with the organization and feel satisfaction with being a member of the organization. On the contrary, with the disintegration of the employees into the organization and the loss of affective commitment, they feel that their emotional resources are exhausted in their work and they cannot concentrate on their jobs.
Findings related to mediating effect showed that the affective commitment has a partial mediating role of the job insecurity perception on the level of emotional exhaustion. This finding implies that the job insecurity perception affects emotional exhaustion both directly and indirectly through emotional commitment. In other words, perceiving that an employee will not be excluded from the work temporarily or permanently has allowed him to perceive that he is both integrated with his organization and strengthened his belonging, and that his emotional resource in his work is also run out less. Affective commitment besides job insecurity has also affected emotional exhaustion. The coldness towards the work and burnout level of the employee who has strengthened the belonging to the organization through affective commitment work decreased; the employee could work psychologically.
In the cultures where collectivist behavior is exhibited, such as Turkey (Güney & Çetin, 2003) , job security is very important. Indeed, while individualist cultures emphasize on autonomy and task variety, collectivist cultures emphasize more on job security and good working conditions. Therefore, employees with collectivist cultural values are more negatively affected by job insecurity (Probst & Lawler, 2006) . For this reason, in our country, the perception of job security is of great importance for achieving positive organizational outcomes.
In addition to the above-mentioned findings of the research, which are thought to contribute to the literature, there are some limitations in terms of time, location and employees included in the research. Firstly, cross-sectional and quantitative data were gathered in the research and employees answered the questions with instant psychology. Besides, the research was carried out in a business which is taken over by the SDIF and which is managed by a trustee. The fact that the research is not conducted on an enterprise G. Kerse -D. Kocak -S. Ozdemir that is not managed by a custodian in the same sector and the fact that it is not compared with such an enterprise is another important limitation of the research. Considering the limitations of the research, it is possible to propose researches to be done in the future to contribute by diversifying the research sample and improving the research model. 
